Every employee would expect a career enhancement in his job. There 
As the organization grows and develops in the dynamics of globalization, the need for quality human resources increases. Employee is a valuable asset for the University of Mercu Buana, so should be increased competence and productivity in order to perform well. In addition, it is necessary to support management to improve employee career.
Ivancevich and Konopaske define Human Resource Management as an organizational function that facilitates employees to achieve individual goals and organizational goals. Dessler defines Human Resource Management as a policy and practice that an employee requires through employee recruitment, selection / screening, training, rewards / rewards, and job appraisal.
As an individual, employees are social beings who have a network of friends both internal and external organizations, this is the social capital owned by employees and has the potential to improve performance and career because it has a link to build communication and cooperation among employees who contribute in building the organization.
Success or failure of the organization to achieve its objectives is determined by the ability of the leadership to move the members of the organization. The ability and leadership skills to direct is an important factor in managers effectiveness. In striving the organization to achieve its goals with high work productivity, leaders motivate subordinates to improve coordination so that inter-unit cooperation is established by considering the effective aspects and work efficiency. Transformational leadership is a leadership style applied at the University of Mercu Buana to quickly respond to change, oriented improvement in everything field, achievement and dynamic and flexible in the face of competition so that can grow rapidly improve the quality of service to its stakeholders in the era of globalization. This is evidenced by the Accreditation of Institutional Institutions of Higher Education with the predicate A.
Based on the results of observations of researchers and interviews to employees, found problems in employee careers. Employees also lack the information about career. Sometimes even if there is an empty position, filled from the path of acceptance of new employees so that employees who have the potential and experience are not placed in that position. No employee rotation is applied periodically resulting in boredom and even job saturation because employees do the same job for long periods of time. While the training provided to employees tend to be internal only and the process of dissemination of training results in terms of knowledge and know how was not entirely running smoothly as expected.
Given that the importance of employee competence as an organizational asset, the role of the leader responsive to the dynamics of the organizational environment and employee social capital that can support employee performance it is appropriate that the organization gives attention to the employee's career so that employees are more motivated to work better.Maka researchers want to research more far about the employee's career variables are influenced by the competence of employees, performance and social capital and how the influence of competence, leadership style transformational, and social capital of employees to their performance.
Thus can be determined independent variables in this study are competence, transformational leadership and social capital, while the dependent variable in this study is the performance and career of employees.
According to Ruky, career advancement is often the obsession of many people who work and often more into their minds than the leadership of the company / organization. Career development is also the responsibility of both parties (organizational and employee management). Those who have the vision and ambition to develop a career should always take the initiative and action that will help develop his career
The human resources department should seek management support, provide feedback to employees and build a cohesive work environment to enhance employees' abilities and desires in carrying out career development. Feedback has the purpose of ensuring non-promoted employees that they are still valuable and will be considered for further promotions if they are qualified.
It can be synthesized that careers are essentially a number of work positions held by a person based on work experience and the results of his education and activities throughout the course of a person's working life. The significant indicators of career are interest promoted, can adapt, known (exposure), can communicate well
Competence (X1)
Consideration of competency needs includes future demand in relation to the organization's strategic and operational plans and objectives; anticipate the need for change of management and employees; Changes to processes and technology and organizational equipment; evaluation of the competence of employees in carrying out the activities and processes established. Competence analysis is largely devoted to career development, but determining the level of competence is required to determine the expected effectiveness of the performance level.Competence lies in the inner part of every human being and forever exists in the personality of a person who can predict behavior and performance extensively on all work situations and tasks.
According Wibowo, competence is an ability to perform or perform a job or task based on skills and knowledge and supported by the work attitude demanded by the job.
According to Spencer in Moeheriono, competence is defined as the underlying characteristic of a person with regard to the effectiveness of the performance of an individual who has a causal relationship or as a cause-effect that is used as a benchmark, effective and superior performance in the workplace or in certain situationsThe indicators are motive, trait, self concept, skill and knowledge.. Mangkunegara defines the competence of human resources is the competence associated with knowledge, skills, abilities and personality characteristics that directly affect the performance.
At the University of Mercu Buana, employees must also have special competencies such as the ability of the field of computers in order to use information systems academic-based Information Technology. In terms of personality characteristics, employees must be able to adapt to the dynamics of their working environment and establish good relationships with other employees, lecturers and students.
According to Scale, competence comes from the word competence which means skill, ability and authority. Furthermore Boulter, Dalziel and Hill, argued competence is a basic characteristic of a person who allows it to deliver superior performance in a particular job, role or situation.
Hutapea and Thoha argue that people who have competence are people who have better performance than their colleagues, able to interact and adapt to the work environment or business environment, able to face the challenges of work and have consistency in achievement.
According to Spencer, the main component of the formation of competence is knowledge, skill and attitude.Sedangkan self concept, Trait and Motive are more likely to affect one's behavior.
Wibowo also argues that the strata of competence include: core competencies, managerial competencies, and functional competencies.
In terms of developing competence, it is necessary to anticipate and overcome various obstacles faced. Michael Zwell mentioned the factors that can be used to improve competence, namely: admitting incompetence, Raising Expectations, Identifying Barriers, Including Support Mechanism from management.
Based on the opinions of the experts above, it is synthesized that competence is the ability of a person to perform the work supported by the skills, knowledge, and working attitude needed to achieve success in his work. Thus, the competency indicator is: Knowledge, Skill, Attitude, Self Control, Self Confidence, Flexibility, Building Relationship.
Transformational Leadership (X2)
To realize the goals of the organization required a reliable leader, able to bring the organization in achieving its vision and mission. According Moeheriono, this also requires the organization always open up to adjust to changes in both internal and external environment. This means the organization must be able to formulate strategies and policies that quickly, accurately and effectively to overcome any such changes.
In the results of his research Mukhtar et al explains that the style of leadership is the way leaders in directing subordinates where it also affects the career development of employees. So 'Likes and Dislikes' is an unavoidable factor and should be an individual concern if you want to succeed in his career.
The process of leadership in the organization occurs because of the elements of leaders and subordinates as people / groups that led. According to Drucker, states that "leaders are individuals who make things happen. It is what makes something into something itself. Make the organization into a real organization ".
According to David Wilkins and Greg Carolin, "Leadership is rooted in the ability to think critically, instill such practices in others, and engage the entire organization in critical and aligned thinking in the areas of strategy, innovation and implementation". Leadership is rooted in the ability to think critically, apply it to others, and engage the entire organization in critical ways and align its thinking in terms of strategy, innovation and implementation.
Meanwhile, according to Hughes, Ginnet, Curphy: Leadership is a complex phenomenon involving leaders, followers and situations. Some researchers on leadership focus on the personality, physical character or behavior of the leader.
Transformational leadership comes from the Transform word which means to transform something into a different form. A Transformational leader must be able to transform (change) optimally the organizational resources in order to achieve meaningful goals in accordance with predetermined targets. These resources can be employees, facilities, funds, and external factors organization. Transformational leadership is particularly concerned with the idea of improvement in all fields.
It was later asserted by Burns that transformational leadership must be able to define, communicate and articulate the vision and mission of the organization.
Avolioet al proposes that transformational leaders behave in a way that achieves superior results by emphasizing one or more of the four dimensions of transformational leadership. First, leadership is idealized as followers seek to identify with their leaders and imitate them. Second, leadership inspires followers with challenges and persuasion that give meaning and understanding. Third, intellectual leadership stimulates, expands the use of followers from their abilities.
Yukl argues that transfomational leadership involves internalization because inspirational motivation involves the pronunciation of an intriguing vision that links the task objective to the values and idealism of followers reflected in the organizational culture. Its inaugurators are leaders trying to transform and motivate their subordinates by making them more aware of the importance of work results, encouraging them to put more importance on the organization or team rather than selfinterest, and activating their needs on a higher level.
A leader is said to be transformational when it can change the situation, change what is commonly done, talk about a lofty goal, have a reference to the value of freedom, justice and equality. The transformational leader will make the subordinate see that the goal to be achieved is more than just his personal interests.
To raise the consciousness of his subordinates in order to work better, the transformational leadership style is always related to subordinates by emphasizing moral values.
The transformational leader always seeks to motivate his subordinates to do more than the expected standard of output. Leaders will set higher targets with the goal of achieving high performance in a better way. This is in line with the opinion of Esther et al that the concept of transformational leadership consists of charisma (ideal influence), inspirational motivation, intellectual stimulation, and individual considerations.
Bass states that transformational leadership provides a vision and a sense of mission, instilling pride and profit, respect and trust.
It can be synthesized that transformational leadership is a process of interaction involving all organizations where charismatic leaders seek to influence, motivate employees and apply critical thinking through intellectual stimulation, individual considerations and moral values so that employees improve their performance and optimize all organizational resources to achieve goals with results that exceed the standards / expectations (breakthrough result). The significant indicators of transformational leadership are Ideal Influence, Inspirational, Individual Considerations, Intellectual Stimulation
Social Capital (X3)
Social capital is a resource that can be viewed as an investment to acquire new resources. Social capital exists in relationships where trusts, norms (shared values and behaviors) link the network of its members (network), which creates cooperation.
According to Tb.Sjafri Mangkunegara, social capital in the organization is characterized by mutual social interaction between employees and management. The form of interaction is based on the sense of trust among employees who are rooted in an organizational culture and social ethics. Because there is a sense of trust then arise an employee entity who have togetherness about the values of honesty, discipline, togetherness, and the importance of hard work-savvy.
Transformational leadership in top management tends to stimulate its employees to accelerate the social capital structure in the form of developing a shared vision. In addition, such leadership affects the formation of mutual trust among employees. Thus the harmonious relationship among employees becomes a very important social capital in building an effective working team and able to improve the performance of employees and organizations.Social relations between employees formed by employees both within the organization and outside the organization between employees with social environment is believed to be able to create social capital for employees individually. Because organizations can invest strategically on employees as members of the organization, and communicate a message that affects their desire to jointly contribute to building the organization grow and develop.
Putnam's definition of social capital in 1996 stated that social capital is part of the social lifenetwork, norms and beliefs-that encourage participants to act more effectively together to achieve common goals.
According to Field, Network membership and shared values are at the heart of the concept of social capital. The core idea of social capital theory is that social networks have value, social contacts affect individual and group productivity.According to Fujiwara and Kawachi, social capital is the resources accessed by individuals and groups within a social structure, facilitating cooperation, collective action, and maintaining norms.
Another dimension related to social capital is the typology of social capital. Social capital can be in the form of bonding or bridging.Putnam termed society with socialcapital bonding as the characteristic of sacred society, that is society which is dominated and survive with totalitarian, hierarchical, and closed society structure by certain dogma. While social capital in the form of bridging is inclusive and outward looking. This social capital turning leads to the search for answers together to solve the problems faced by the group by utilizing the network owned by individuals in the group. Social capital can also have the potential to eliminate conflicts social.Modal social is cumulative and self-increment (self-reinforcing).There are three parameters of social capital, namely trust, norms and networks. Furthermore, Putnam added that social networks are also a channel of information useful for the achievement of individual or group goals. Social capital also has a positive impact on mental health because the social networks owned by individuals are a protector of life's problems. Social capital can maintain social norms within a community and reduce the tendency of selfish behavior among group members.
According to Hasbullah, there are six main elements in social capital based on various existing social capital understanding: participation in network, reciprocity, trust, social norm, values and proactive actions.
It can therefore be synthesized that social capital is a part of social life that affects individual productivity, facilitates cooperation and maintains normas that encourages participants to act together more effectively to achieve common goals. The significant indicators of social capital are: 1) Dimension of Trust (trust); The indicators are: honesty and integrity 2) Social Normal Dimension; The indicators are: rules and reciprocity 3) Network Dimensions; The indicators are: personal contacts and social clicks.
Performance (X4)
According Wibowo, performance is about doing the job and the results achieved from the job. Performance is about what to do and how to do it. Performance is determined by the objectives to be achieved and to do so required the motive. But performance requires the support of facilities, competencies, opportunities, standards and feedback.Sedarmayanti argues that performance is defined as a record of the outcomes generated from a particular activity, over a period of time.
Rivai explains that performance is a real behavior that everyone displays as work performance generated by employees in accordance with its role in the company. Performance appraisal is a formal and structured system used to measure, assess and influence the properties related to work, behavior and results, including absenteeism.According to Harvard Business Essentials, performance appraisal is a formal method for measuring how well individual workers do the work in relation to the goals given. Armstrong explained that assessment is an opportunity to see thoroughly the content of work, load and volume, reconsider what is achieved during the reporting period and agree on the next objective.
A.A.Anwar Prabu Mangkunegara states the term performance is derived from the words Job Performance or Actual Performance (actual performance or achievement achieved by someone). Performance (work performance) is the work of quality and quantity achieved by an employee in performing their duties in accordance with the responsibilities given to him. Factors that affect the achievement of performance is a factor of ability (ability) and motivation factor (motivation).
Rivai also explained that the usefulness of performance appraisal is viewed from various perspective of organizational development, especially human resource management, namely: bargaining position, performance improvement, compensation adjustment, placement decision, training and development, career planning and development, staffing process evaluation, to overcome external challenges.It can be synthesized that the definition of performance is about doing work and results achieved by employees in doing their work as performance in a certain period of time in quality and quantity according to its role in the organization in an effort to achieve organizational goals. The indicators used in the assessment of employee performance are as follows: the work, loyalty (loyalty), responsibility, and discipline.
METHOD
This research is a quantitative research with unit analysis of Mercu Buana University, using Path Analysis method, with a population of 344 employees. This research uses Slovin formula to determine the number of samples, as follows:
n = Sample Size N= Population Size e = leniency due to intolerable sampling error. The limit of this tolerable error for the population is 5%. So the sample size is 185. The data in this study include data from Competence (X1), Transformational Leadership (X2), Social Capital (X3), Performance (X4) and Career Employee (X3) Y).
For analytical purposes, quantified data in the form of numbers or scores with Likert scale will be answered by the respondent to test the hypothesis. The sampling technique used is Simple Random Sampling.
RESULT AND DISCUSSION Validity and Reliability
At the trial stage the instrument was taken 30 (thirty) respondents. Test the validity of research instrument instrument aims to see the description of the validity of each research instrument instrument using Pearson Product Moment Correlation Test. Empirically in the test of this instrument, the level of significance is set at = 0.05, with the sample number 30 then the degrees of freedom are 28. Referring to these two reference numbers, the valid limit of a item in the list of reference tables (Table r) is 0.361. If a item has a value of r>> r table, it is declared valid, and vice versa if r arithmetic <r table, it is declared invalid, so the invalid item is dropped or is considered void. Table 4 .1, it can be seen that all variables have a value of Cronbach's alpha> rtable, so all variables is declared reliable and can be forwarded for data collection.
Galat Normality Test
In this research, Galat Normality Test using Liliefors Method. A normality test is used to determine whether sample data has been drawn from a normally distributed population if L count maximum < L Based on the calculation of SPSS in Table 4 .5, it appears that the coefficient of determination sub structure 1 (R2Y.134) = 0.641, so that ɛY = 1 -R2 = 1 -0.641 = 0.36. Based on the calculation of SPSS in Table 4 :37, it appears that the coefficient of determination sub structure 2 (R2X4.123) = 0,521, so that ɛX4 = 1 -R2 =1 -0.521 = 0.48. 
CONCLUSSION
The conclusion of the results of this study is:
Competence has a direct positive effect on the Employee Career.Employees pro-active need to improve their competence by doing self-development and skills.Because of the educational level it is a condition for getting promoted in their work. Employees need to be flexible to the dynamics of work and quickly adapt in order to get the job done properly.
Performance has a direct positive effect on the Employee Career.Employees need to show high performance, loyalty and responsible in their work as an effort to improve their career.
Social Capital has a direct positive effect on the Employee Career.If the employee wants to have a good career at Mercu Buana University then the employee can maximize the relationship of his social network or social capital to get information about matters related to experience in solving problems in the job as well as information about work operations and opportunities in the work both internally and external organizations, making it easier for employees in completing their work and able to compete according to the required qualifications.
Competence has a positive direct effect on Performance.If the employee wants to have high performance then it is necessary to improve the Competency both hardskill and softskill.
Transformational leadership has a direct positive effect on Performance.The leaders of the University of Mercu Buana sometimes present challenges to motivate their employees more creatively in accomplishing their work and performing high but not deviating from the prevailing rules. Leaders regularly evaluate existing procedures and even internal audit per 3 months as a management controlling function.
Social Capital has a direct positive effect on Performance.If employees want to have good performance then employees need to build their Social Capital. Employees can utilize the social capital they have to share their knowledge through personal interaction and teamwork by building positive communication. 
